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LEADER REPUTATION: THE ROLE OF MENTORING, POLITICAL SKILL, 
CONTEXTUAL LEARNING, AND ADAPTATION 
FRED R. BLASS AND GERALD R. FERRIS 5 


Like organizations in other sectors, military settings can be appropriately characterized as political arenas. As 
such, political skill is critical for military leader effectiveness and leader reputation. This article proposes a con- 
ceptual model that articulates the roles of political skill, contextual learning, impression management, and 
adaptation in leader reputation development for military personnel aspiring to leadership positions. Political 
skill is shaped by mentoring and contextual learning experiences, which, in turn, affect the flexibility needed 
for making favorable impressions on others, adaptation, and fit. Implications of the proposed model for devel- 
oping a more informed understanding of leader effectiveness and reputation in the military are discussed, as 
are directions for future research. 


A SEQUENTIAL EQUILIBRIUM FOR THE ARMY'S TARGETED SELECTIVE 
REENLISTMENT BONUS PROGRAM 
SCOTT E. CARRELL AND JAMES E. WEST 21 


We compute a sequential equilibrium for the U.S. Army's Targeted Selective Reenlistment Bonus Program in 
which the Army offers a bonus, soldiers with a low cost of serving in an undesirable location accept the bonus 
and are sent to an undesirable location, and soldiers with a high cost of serving in an undesirable location 
reenlist but decline the bonus. We find that this program benefits both the Army and soldiers, increases reten- 
tion, increases the number of soldiers who serve in an undesirable location, and better matches soldiers to as- 
signments. We discuss implications of our model on human resource management practices for the Army in 
its administration of the bonus program and its application to other large organizations that set wages 
through a rules-based mechanism. 
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AN APPLICATION OF THE UNFOLDING MODEL TO EXPLAIN TURNOVER IN A 
SAMPLE OF MILITARY OFFICERS 
DANIEL T. HOLT, MICHAEL T. REHG, JEFFREY H. S. LIN, AND JENNIFER MILLER 35 


Questionnaire data from 182 Air Force officers who had voluntarily separated from the service were used to 
test Lee and Mitchell's (1994) unfolding model of voluntary turnover. Specifically, Lee and Mitchell predict five 
distinct paths to voluntary turnover, explaining the sequence of deliberate and impulsive decisions individuals 
make as they choose to leave organizations, where individuals interpret an organizational event, assess their 
relation to the workplace, evaluate options, and enact a response. Results indicate that 47% of the participants 
followed those five paths. Model modifications were made that reflect the unique nature of military service 
where members have preexisting plans to leave the service after a defined period or event. These modifica- 
tions capture an additional 36% to explain 83% of the turnover decisions. The implications of these findings 
are addressed. 


EMPLOYER BRANDING IN THE BELGIAN ARMY: THE ISTPORTANCE OF 
INSTRUMENTAL AND SYMBOLIC BELIEFS FOR POTENTIAL APPLICANTS. 

ACTUAL APPLICANTS, AND MILETARY EMPLOYEES 

FILIP LIEVENS 51 


This study conceptualizes employer brand as a package of instrumental and symbolic attributes. Using a sam- 
ple of 955 individuals (429 potential applicants, 392 actual applicants, and 134 military employees), we exam- 
ine the relative importance of instrumental and symbolic employer brand beliefs across different groups of in- 
dividuals: potential applicants, actual applicants, and military employees (with less than three years of 
tenure). Results show that instrumental attributes explain greater variance in the Army's attractiveness as an 
employer among actual applicants compared to potential applicants or employees. In all three groups, sym- 
bolic trait inferences explain a similar portion of the variance. In all three groups, symbolic trait inferences ex- 
plain incremental variance over and above instrumental attributes. Implications for employer branding prac- 
tices and image audits are discussed. 


HUMAN RESOURCE INTEGRATION IN THE SOUTH AFRICAN MILIETARY: A VIEW 
FROM THE TRENCHES 
SANJAY T. MENON AND ELIZE KOTZE 71 


Following the dramatic transformation of South African civil society in the postapartheid era, the South African 
National Defence Force (SANDF) literally has had to reinvent itself, changing its mission and attempting to inte- 
grate diverse personnel into a cohesive whole. The present study examines the success of these efforts through 
select perceptual measures reflecting the extent of integration. A survey of 2,212 personnel from various units 
of the South African military showed significant differences in empowerment by race and gender. Female per- 
sonnel reported lower levels of goal internalization, delegated responsibilities, job involvement, and organiza- 
tional commitment compared to male personnel. Black African personnel reported lower levels of perceived 
control, competence, delegated responsibilities, and consultation by superiors while exhibiting higher levels of 
goa! internalization and job involvement than white personnel. Follow-up interviews provided insight into the 
underlying dynamics of the integration process and potential explanations for the results. 


BUILDING STRONG ETHICS AND PROMOTING POSITIVE CHARACTER 
DEVELOPMENT: THE INFLUENCE OF HRM AT THE UNITED STATES MILITARY 
ACADEMY AT WEST POINT 

EVAN H. OFFSTEIN AND RONALD L. DUFRESNE 95 


This article details the design and process of ethical and character development at the United States Military 
Academy at West Point. Based on a series of in-depth interviews coupled with a rigorous analysis of archival 
data, we challenge the presumption that military character development is a punitive and reactive activity. 
Rather, our results suggest that West Point uses a deliberate, intimate, and largely developmental approach to 
fulfill their mission of producing men and women of character who serve in the common defense. In particu- 
lar, we found that West Point utilizes traditional human resource management functions of recruiting, selec- 
tion, job rotation, and training to improve their character-development process. In addition to utilizing these 
traditional human resource functions, West Point also engages in more contemporary and strategic HR prac- 
tices such as managing communication, promoting organizational learning, organizational design and devel- 
opment, and organizational socialization and culture shaping to enhance the character and integrity of its 
members. Accordingly, we feel that the West Point character-development approach can be utilized across set- 
tings to assist nonmilitary organizations to aspire and reach higher ethical standards. Finally, we argue that in 
addition to studying the ethics of HR research, scholars can look to understand how organizations can seek 
ethics through HR research. 


BRIEFING-DEBRIEFING: USING A REFLEXIVE ORGANIZATIONAL LEARNING 

MODEL FROM THE MILITARY TO ENHANCE THE PERFORMANCE OF 

SURGICAL TEAMS 

DANA R. VASHDI, PETER A. BAMBERGER, MIRIAM EREZ, AND AHUVA WEISS-MEILIK 115 


We adopt an action-research approach to examine the applicability of briefing-debriefing sessions—a team- 
based, reflexive learning model being used in the Israel Air Force—to the surgical departments of a major, 
civilian tertiary center in Israel, and explore the potential impact of such a model on the incidence of preventa- 
ble adverse events in these departments. Taking into account the similarities and differences between the two 
team contexts (i.e., surgical team and flight crew), we examine potential barriers to the implementation of 
such a briefing-debriefing technology in the surgical world, discuss the ways in which such barriers have been 
largely overcome in the particular case examined, and present the model currently being implemented by the 
surgical departments in our study. Additionally, based on a grounded theory approach, we generate proposi- 
tions regarding the way in which briefing-debriefing frameworks might enhance the quality-related outcomes 
of hospital surgical teams. We pay particular attention to those aspects of the team-based learning model— 
such as a focus on status-free transparency and systems-based analysis—intended to promote double- as op- 
posed to simply single-loop learning. 


HR LEADERSHIP FORUM 
REFLECTING ON MILITARY BEST PRACTICES 
RITA A. JORDAN 143 


We asked two leaders with experience in both military and corporate leadership, Dr. Ervin J. Rokke and Walter 
F Ulmer Jr., to describe their perceptions of the differences between these two arenas. Both believe that com- 
pared to most corporate entities, the military provides greater opportunities for early leadership, uses partici- 
pation and feedback to strengthen communications, prioritizes the welfare of subordinates, and emphasizes a 
foundation of core values. They also note that the transparency of both corporate and military approaches to 
leadership has led to shared learning and that despite operating in different environments, military and busi- 
ness have much to learn from each other. 


(continued) 


SEEKING THE BEST; LEADERSHIP LESSONS FROM THE MILITARY 
CATHERINE LOUGHLIN AND KARA A. ARNOLD 147 


Based on the experiences of the armed forces in the United States and Canada, and incorporating in- 
sights from interviews recently conducted in the Canadian military, this article discusses lessons learned 
about moving women into positions of leadership. The masculine nature of the military exposes many 
barriers facing women elsewhere. First, we discuss the need for a new kind of leader, and then the con- 
sequences for organizations ignoring external realities. Third, we discuss innovative research demonstrat- 
ing that genuine change must go beyond legislation. Finally, the military illustrates some challenges in 
identifying the best candidates for leadership positions. Implications for management are discussed 
throughout the article. 
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HR SCIENCE FORUM 
THE EFFECTS OF SUPPORTIVE MANAGEMENT AND JOB QUALITY ON THE 
TURNOVER INTENTIONS AND HEALTH OF MILITARY PERSONNEL 


KATHRYNE E. DUPRE AND ARLA L. DAY 185 


To be competitive in today’s increasingly complex and rapidly changing environment, organizations must re- 
tain personnel and promote the well-being of employees. We examine the relationship of both support pro- 
vided to personnel and job quality with employee health and turnover intentions among a sample of 450 mili- 
tary personnel. Factors involving the supportive management of personnel (i.e., supervisory support, 
organizational support, and work-life balance) and factors pertaining to job quality (i.e., work stimulation and 
job clarity) were indirectly related to health and to turnover intentions through the mediating influence of job 
satisfaction. 


BIAS AGAINST OVERWEIGHT JOB APPLICANTS: FURTHER EXPLORATIONS OF 
WHEN AND WHY 
LISA M. FINKELSTEIN, RACHEL L. FRAUTSCHY DEMUTH, AND DONNA L. SWEENEY 203 


We investigated the impact of job candidate weight (average or overweight) on several job-related ratings fol- 
lowing a videotaped mock interview. In addition to weight, we manipulated the race of the applicant, level of 
job qualifications, and type of job (e.g., public or private contact). We also measured the effect of rater race 
and negative affect on multiple work-relevant ratings. Weight, applicant race, job qualifications, and job type 
each had a modest but significant impact on ratings of hireability, performance capacity, adaptability, and in- 
terpersonal skills, in varying combinations. The implications of these results for practice and future research 
are provided. 


AN EXAMINATION OF THE USE OF HIGH-INVESTMENT HUMAN RESOURCE 
SYSTEMS FOR CORE AND SUPPORT EMPLOYEES 
DAVID P. LEPAK, M. SUSAN TAYLOR, AMANUEL TEKLEAB, JENNIFER A. MARRONE, AND DEBRA J.COHEN 223 


In this study, we examine two competing perspectives regarding the relative use of high-investment human 
resource (HIHR) systems for core and support employees within establishments. Using data from 420 estab- 
lishments, we compare a universal perspective suggesting that the level of HIHR exposure core employees re- 
ceive is always greater than the level of exposure for support employees, with a contingency perspective sug- 
gesting that the relative level of exposure for these employee groups is contingent on strategy, HR 
philosophy, or industry. The results did not provide support for the universal prediction that core employees 
always receive higher levels of exposure to HIHR systems than support employees within the same establish- 
ment. Moreover, while strategy and HR philosophy were positively related to the level of HIHR system use 
across establishments, they did not influence the relative level of exposure to HIHR systems for core and sup- 
port employees. Interestingly, however, industry did exert a unique impact such that core employees received 
significantly greater exposure to HIHR systems than support employees in nonmanufacturing firms. There 
were no significant differences in exposure for these two groups in manufacturing industries. Implications of 
the findings are discussed. 


EXTERNALIZING THE CORE: FIRMS’ USE OF EMPLOYMENT INTERMEDIARIES 
IN THE INFORMATION AND COMMUNICATION TECHNOLOGY INDUSTRIES 
TORSTEIN NESHEIM, KAREN M. OLSEN, AND ARNE L. KALLEBERG 247 


Recent research suggests that nonstandard employment relations may be a source of innovation for the firm. 
In this article, we analyze firms’ strategic correlates and perceived benefits from using two types of employ- 
ment intermediaries—consulting firms and temporary help agencies—in their core activities. Organizations 
with an innovation strategy are more likely to use consulting firms in their core activities, while organizations 
that compete on the basis of low cost are more apt to use temporary help agencies. Moreover, managers say 
that consulting firms are more likely than temporary help agencies to provide them with special competencies 
in their core activities. 
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TO BE STRATEGIC IN THE NEW PUBLIC SECTOR, HR MUST REMEMBER TTS 
OPERATIONAL ACTIVITIES 
STEPHEN T. T. TEO AND JOHN J. RODWELL 265 


This article examines the level of operational and strategic involvement by human resource departments, the 
influence of HR departments, and the level of strategic integration as predictors of human resource manage- 
ment performance. Surveys from 146 senior line managers and HR executives in commercialized and non- 
commercialized public-sector agencies in Australia were the basis of organizational- and individual-level 
analyses. Results indicate positive relationships between the degree to which operational HR activities are 
transferred to line managers, HR influence, strategic integration, and the performance of the HRM function. 
Interestingly, no relationship was found between the level of strategic involvement by HR departments and 
the perceived performance of the function. Analysis of the individual-level data supports the multiple- 
constituency approach to HRM, with differences in the evaluation of HRM by respondents from different job 
functions. The study highlights challenges faced by HR practitioners needing to be operational, to be valued 
strategically. 


HR LEADERSHIP FORUM 

MULTPISOURCE FEEDBACK: LESSONS LEARNED AND IMPLICATIONS FOR 

PRACTICE 

LEANNE E. ATWATER, JOAN F. BRETT, AND ATIRA CHERISE CHARLES 285 


Organizations around the world are using multisource, or 360-degree, feedback. Although many HR practition- 
ers embrace it as an important mechanism for leadership development, organizations must attend to and ad- 
dress several issues in order to maximize the utility of multisource feedback (MSF). We discuss current re- 
search findings and highlight issues for managers to consider both before starting a multisource feedback 
process and after the feedback is given, plus we review potential outcomes of the process. We also describe 
lessons learned from an intensive three-year investigation of an MSF implementation in two organizations. 
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GUEST EDITORS NOTE: MANAGING ON THE EDGE OF CHANGE: HUMAN 
RESOURCE MANAGEMENT OF INFORMATION TECHNOLOGY EMPLOYEES 
DAVID M. KAPLAN AND CYNTHIA LEROUGE 325 


SCIENCE FORUM 

TESTING AND EXTENDING THE UNFOLDING MODEL OF VOLUNTARY 

TURNOVER TO IT PROFESSIONALS 

FRED NIEDERMAN, MARY SUMNER AND CARL P. MAERTZ JR. 331 


This study examines the turnover decision processes of information technology (IT) personnel for the first time. 
Our theoretical guide for this investigation was the unfolding model of voluntary turnover (Lee & Mitchell, 
1994), the preeminent turnover process model. Most of the 124 leavers used three new decision paths that 
shared the characteristic of including an alternative job search and evaluation; another significant number used 
the original five theorized paths. In sharp contrast to earlier findings on the unfolding model, the majority of re- 
spondents (88%) reported following paths not among the original five theorized paths. This result strongly sug- 
gests that IT professionals likely take numerous routes in deciding to leave current employment, most of which 
involve some search for and consideration of alternative jobs. A general conclusion for human resource man- 
agers is to assume that IT professionals are aware of alternative opportunities and to consider early interven- 
tions emphasizing the relative benefits of the current job over labor market competitors. 


ONE SIZE DOES NOT FIP ALL: MANAGING TT EMPLOYEES’ EMPLOYMENT 
ARRANGEMENTS 


JAYESH PRASAD, HARVEY G. ENNS, AND THOMAS W. FERRATT 349 


As alternative employment arrangements proliferate within the information technology (IT) function, it be- 
comes increasingly important to understand the impact of these arrangements on IT employees. A prevalent 
notion in the IT literature is that these employees are homogeneous in their work values and that they prefer 
similar employment arrangements. Given the inefficiency of designing individual employment programs, we 
advocate a middle ground between the two extremes of individualized employment arrangements and “one 
size fits all.” We conducted two studies. The first study developed an individual's work values profile as a psy- 
chological construct. It used a national sample of IT employees to validate a simple, heuristic procedure that 
was successful in classifying about 80% of the sample into three work values profiles. The second study 
demonstrated the use of work values profiles for understanding how employment arrangements differentially 
influence employee satisfaction. It applied the validated procedure to a single organization in order to demon- 
strate the general applicability of the procedure and to show that it provides researchers and HR professionals 
with better insights than the assumption that all IT employees are alike. 


FIRM-SPECIFIC HUMAN CAPITAL AND COMPENSATION-ORGANIZATIONAL 
TENURE PROFILES: AN ARCHIVAL ANALYSIS OF SALARY DATA FOR TT 
PROFESSIONALS 


SANDRA A. SLAUGHTER, SOON ANG, AND WAI FONG BOH 373 


We examine determinants of IT compensation using archival salary data from 2,251 IT professionals in Singa- 
pore. Consistent with human capital theory, we find that professionals in IT jobs requiring more firm-specific 
human capital are paid more than those in jobs requiring less firm-specific human capital. Moreover, compen- 
sation increases with organizational tenure at an increasing rate for professionals in higher firm-specific 
human capital IT jobs, but at a decreasing rate for those in lower firm-specific human capital IT jobs. Our re- 
sults reveal firm-specific human capital as a primary determinant of compensation and a moderator of IT 
compensation-organizational tenure profiles. 
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OF RACES TO RUN AND BATTLES TO BE WON: TECHNICAL SKILL UPDATING, 
STRESS, AND COPING OF IT PROFESSIONALS 
HSING-YI TSAI, DEBORAH COMPEAU, AND NICOLE HAGGERTY 395 


The expectation on today’s information technology (IT) professionals to remain technically competent consti- 
tutes a significant source of stress. We examine how IT professionals experience and cope with the threat of 
technical obsolescence. Interestingly, not all IT professionals consider technology change a threat to their 
technical competence; some viewed updating as enjoyable and pursued learning for its own sake. However, 
most viewed the relentless demand to update their technical skills as stressful and used a variety of coping 
strategies to address this threat. Using this cognitive approach to technical obsolescence, we describe impli- 
cations for managerial practice and delineate a direction for future research. 


LEADERSHIP FORUM 

MANAGING HUMAN RESOURCES IN INFORMATION TECHNOLOGY: BEST 
PRACTICES OF HIGH-PERFORMING SUPERVISORS 

DEBRA A. MAJOR, DONALD D. DAVIS, LISA M. GERMANO, THOMAS D. FLETCHER, 

JANIS SANCHEZ-HUCLES, AND JOAN MANN 411 


Focus groups with information technology (IT) professionals and interviews with high-performing IT supervi- 
sors were content-analyzed to discover best supervisory practices. The focus is on how these best practices 
address challenges commonly confronted in the IT work environment. Consistent with classic leadership the- 
ory, best practices fell into two major categories: task-focused (boundary spanning, performance manage- 
ment, employee involvement, training and development) and person-focused (relationship building, mentor- 
ing, stress management, work-family balance) practices. Results demonstrate that while leadership practices 
effective with other types of professionals also are appropriate for IT professionals, these practices can be tai- 
lored to address unique IT demands. 


MANAGING WORK-LIFE CONFLICT AMONG INFORMATION TECHNOLOGY 
WORKERS 


JAKE MESSERSMITH 429 


As organizations continue to emphasize information technology (IT) to help them compete, IT professionals 
are being asked to overcome a growing list of challenges. This unrelenting emphasis on IT initiatives often re- 
sults in longer working hours and around-the-clock support, placing IT workers at risk of suffering from work- 
life conflict. Human resource managers must skillfully manage this issue, with a particular focus on mitigating 
the consequences associated with work-life conflict. This article provides an analysis of the antecedents to 
work-life conflict in the IT profession, as well as solutions that organizations may implement to increase the 
work-life balance of IT professionals. 
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UNDERSTANDING SECOND CAREERS: LESSONS FROM A STUDY OF U.S. NAVY 
ADMIRALS 


YEHUDA BARUCH AND JAMES CAMPBELL QUICK 471 


We examined the career transition of senior executives from a strong bureaucratic organization into a dy- 
namic business environment. In surveying retired, flag-rank admirals characterized by the need to start a sec- 
ond career, we found significant support for a career transition model. The retired admirals in this study 
largely enjoyed a smooth transition into civilian careers. Their traditional career was associated primarily with 
external success, the contemporary protean career with internal success. The role of the organization proved 
instrumental for a successful transition. 


CAREER SUCCESS AFTER STIGMATIZING ORGANIZATIONAL EVENTS 


MONIKA HAMORI 493 
This article examines the effect of six types of stigmatizing organizational events on employees’ career moves to 
another employer: criticism of the organization in the media; resignation of key individuals from the organization; 
downsizing; a drop in net income; lawsuits launched by the Securities and Exchange Commission, competitors, or 
customers; and lawsuits launched by employees. Stigmatizing events that signal the decline of corporate perform- 
ance are the most devastating for professional career success. Outsiders, on the other hand, are less sensitive to 
an organization's involvement in lawsuits launched by public authorities or employees. Stigmatizing events affect 
the career success of every professional in the organization, irrespective of his or her hierarchical level. 
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BALANCING GLOBAL AND LOCAL STRATEGIC CONTEXTS: EXPATRIATE 
KNOWLEDGE TRANSFER, APPLICATIONS, AND LEARNING WITHIN A 
TRANSNATIONAL ORGANIZATION 

J. BARRY HOCKING, MICHELLE BROWN, AND ANNE-WIL HARZING 513 


We investigate how expatriates contribute to the transnational firm’s strategic objectives of global efficiency, 
national (“local”) responsiveness, and worldwide learning. We focus on expatriate knowledge application and 
experiential learning achievements, two assignment-based outcomes of potential strategic value to the firm. 
We assess how the individual's everyday knowledge access and communication activities, measured by fre- 
quency and geographic extent, affect these assignment outcomes. Within our case organization, a prototype 
transnational firm, we find that expatriate knowledge applications result from frequent knowledge access and 
communication with the corporate headquarters and other global units of the firm. In contrast, their experien- 
tial learning derives from frequent access to host-country (local) knowledge that subsequently is adapted to 
the global corporate context. From a practical perspective, we conclude that experiential learning is an invalu- 
able resource for both present and future corporate assignments. 


COUNTRY-OF-ORIGIN, LOCALIZATION, OR DOMINANCE EFFECT? AN 
EMPIRICAL INVESTIGATION OF HRM PRACTICES IN FOREIGN SUBSIDIARIES 
MARKUS PUDELKO AND ANNE-WIL HARZING 535 


This article contributes to two recurring and very central debates in the international management literature: 
the convergence vs. divergence debate and the standardization vs. localization debate. Using a large-scale 
sample of multinationals headquartered in the United States, Japan, and Germany, as well as subsidiaries of 
multinationals from these three countries in the two other respective countries, we test the extent to which 
HRM practices in subsidiaries are characterized by country-of-origin, localization, and dominance effects. Our 
results show that overall the dominance effect is most important (i.e., subsidiary practices appear to converge 
to the dominant U.S. practices). Hence, our results lead to the rather surprising conclusion that for what might 
be considered to be the most localized of functions—HRM—convergence to a worldwide best practices model 
is clearly present. The lack of country-of-origin effects for Japanese and German multinationals leads us to a 
conclusion that is of significant theoretical as well as practical relevance. Multinationals might limit the export 
of country-of-origin practices to their core competences and converge to best practices in other areas. 


THE RELATIONSHIP BETWEEN SOCIAL NORM CONSENSUS, PERCEIVED 
SIMILARITY, AND OBSERVER REACTIONS TO COWORKER THEFT 
JAMES M. SCHMIDTKE 561 


This research examines observers’ reactions to coworker theft in a restaurant chain. | focus on the role of social 
information, such as the social norm consensus regarding the specific type of theft behavior, and on the per- 
ceived similarity between the observer and the perpetrator. In general, observers are less likely to label cowork- 
ers’ behavior as theft when social norm consensus is low and when they perceive the perpetrator as similar to 
themselves. Also, observers are less likely to report and more likely to imitate the theft behavior of similar 
coworkers as the amount of consensus regarding the type of theft decreases. Analyses indicate that the relation- 
ship between similarity, reporting, and imitation of theft behavior is not mediated by the labeling of an event as 
theft. Implications for employee theft research and human resource management practice are discussed. 


EVOLUTION OF THE STUDY AND PRACTICE OF PERSONALITY AT WORK 
BENJAMIN SCHNEIDER 583 


This article reviews the dynamic evolution of personality research and practice in work organizations from the 
early 1900s through the present. The article reveals steady-state equilibrium in the world of practice. In con- 
trast, the world of research is shown to be punctuated by rapid changes in conceptual foci, levels of analysis, 
and methodological approaches, as well as whether or not personality at work is even considered important. 
Explanations are offered for these trends, including the ways theory and research in the larger world of the 
study of personality have been reflected in personality research in and on work organizations. The article con- 
cludes with some thoughts about revisiting various branches in this evolution and suggestions for the future 
of personality research and practice in work organizations. 


THE RELATIONSHIP BETWEEN HRM AVENUES OF POLITICAL INFLUENCE 
AND PERCEIVED ORGANIZATIONAL PERFORMANCE 
CATHY SHEEHAN, BRIAN COOPER, PETER HOLLAND, AND HELEN DE CIERI 611 


This article explores the relationship between the human resource management function's access to avenues 
of political influence and perceived organizational performance. We examine responses from 441 Australian 
senior HRM managers who participated in an online survey of a national HRM professional association. Draw- 
ing from political influence theory, we develop a model and related hypotheses to investigate the impact of 
opportunities for the HRM function to manage and control the shared meaning of HRM on perceived organi- 
zational performance. Although there was no evidence of a moderating effect of avenues of HRM political in- 
fluence, CEO support and organizational support for HRM predicted perceived organizational performance. 
HRM representation on the board of directors appears to serve a symbolic function only. Theoretical and prac- 
tical implications are discussed in response to the identified importance of CEO and organizational support. 


A SOCIAL COGNITIVE INTERPRETATION OF PERSON-ORGANIZATION 

FIP TING: THE MAINTENANCE AND DEVELOPMENT OF PROFESSIONAL 
TECHNICAL COMPETENCY 

STEPHEN C. WINGREEN AND J. ELLIS BLANTON 631 


Information technology professionals must continually align their competencies with new technological inno- 
vation and changing organizational technological climates. Existing theory and practice is deficient with re- 
spect to dynamic models of person-organization (P-O) fit. Social cognitive theory proposes a rich and well- 
defined theoretical framework for understanding dynamic, interactive behavioral processes, and so is adopted 
as a basis for developing a model of P-O fitting focused on the development of professional technical compe- 
tencies. P-O fitting is so named because it refers to organizational fit as an ongoing process of adaptation. The 
article begins by reviewing existing literature on P-O fit and social cognitive theory to produce a set of propo- 
sitions and a theoretical model of P-O fitting as an adaptive, dynamic phenomenon. Applications of the model 
for both future research and practice are suggested. 


LEADERSHIP FORUM 
HOW GROUPS LEARN. CONTINUOUSLY 
MANUEL LONDON AND VALERIE |. SESSA 651 


This article examines how groups learn, conditions that affect learning, and interventions to improve the 
learning process. Adaptive group learning is reacting almost automatically to stimuli to make minor changes 
in process and outcome. Generative group learning is proactive learning for mastery. Transformative group 
learning is reconstructing meaning and fundamentally changing the way the group operates. Pressures and 
opportunities in the environment and group readiness stimulate and support these different types of learning. 
Group leaders, members, and human resource professionals who facilitate, coach, and provide resources for 
development can apply this knowledge to diagnose group conditions and encourage continuous learning. 


DEALING WITH CELEBRITY AND ACCOUNTABILITY IN THE TOP JOB 
ANNETTE L. RANFT, GERALD R. FERRIS, AND ALEXA A. PERRYMAN 671 


Today, human resource executives assume prominent leadership roles in their firms and play important roles 
in the strategy process. Along with the expansion and evolution of the HR function, the responsibilities of co- 
ordination, control, and accountability for organizations and their leaders, particularly the CEO, remain. Form- 
ing strong relationships with CEOs thus is viewed as one way to encourage HR’s prominence in the firm's 
overall success, particularly its financial health. In recent years, CEOs’ presence in the mass media has surged 
as well, with some CEOs achieving celebrity status. Celebrity status has the potential to increase CEO discre- 
tion, decrease CEO accountability, and expand firm resources. As such, achieving celebrity status can affect 
the relationship between CEOs and HR executives in regards to accountability. In this article, we discuss ac- 
countability as a key job demand and address some of the complexities and dynamics of CEO accountability. 
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